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ARTICLE INFO ABSTRACT 

The purpose of the paper is to understand the perception of 
academicians on effectiveness of conducting performance 
appraisal in an organization and all to know the efficiency of 
performance appraisal system followed in their organization. 
Statistical descriptive techniques and one-way ANOVA test 
are used to analyse the collected data through structured 
questionnaire. The results explain that in spite of 
academicians perceive that existence of performance 
appraisal system will have positive impact on organization 
working; the mechanism of performance appraisal used in 
the organizations is less efficient to measure the 
performance. This research will have implications on 
management’s decision making process, and for academicians 
for further research on concept of performance appraisal. 
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INTRODUCTION 

The most important outcome expected of academic institutions is enhancing 
achievement and providing a quality educational experience for all students (Elliott, 2015). 
This outcome can be achieved through the means of recruiting, assessing and retaining the 
efficient academicians in the institutions. Performance appraisal of faculty members is one 
that approximates best practice and seeks to develop a collaborative professional culture 
that facilitates the ongoing refinement of effective teaching (Elliott, 2015). An effective 
system of performance appraisal is a major component of an organization that allows every 
employee to feel that his/her contribution has contributed to the success of the organization 
and a desire to add to that success (Boice & Kleiner, 1997). This in turn motivates the 
faculty to improve their efficiency. With the efficient workforce an organization can face the 
growing competition in educational sector. As participative performance appraisal (Elliott, 
2015) is one of the essential attributes of efficient and effective performance appraisal 
system. For the purpose of this research we have used the term efficiency to explain the 
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ability of existing performance appraisal system in the organization to measure the 
performance of employees. In the same way the term effectiveness is used to measure the 
after effect of performance appraisal. It conveys whether the performance appraisal system 
in general is effective in bringing out the behavioral changes in employees like improvement 
of skills, work productivity, motivation, and healthy relationship among employees. 

Current study focuses firstly on examining the perception of academicians in Sree 
Chaitanya group of Institutions, Karimnagar district of Telangana State, India, on 
effectiveness of performance appraisal system in general. Then it is focused on measuring 
the efficiency of performance appraisal system currently available in the institution. It is 
followed by examining the perception difference among faculty on efficiency of appraisal 
system based their designation, age and years of experience. 

The present paper begins with an examination of the literature pertaining to each of 
the concept of efficiency and effectiveness of performance appraisal and stating objectives of 
the study. The methodology employed in this research is then explained and the study 
results are presented and discussed. Finally, conclusions and managerial implications of the 
study are provided and a set of future research directions is examined, as are the 
limitations of this study. 

1.1 Literature Review 

Effectiveness of performance appraisal remains one of the most vital subjects in the 
theory and practice of performance appraisal (Iqbal, Akbar, & Budhwar, 2015). Performance 
appraisal can be defined as the ongoing process used for identifying, measuring and 
developing an individual’s performance in accordance with an organisation’s strategic goals 
(Elliott, 2015). The attributes to measure the effectiveness of performance appraisal are 
develped in multiple perspectives as per literature on human resource management 
available till date. Fletcher (2001) study says “the research on the subject has moved 
beyond the limited confines of measurement issues and accuracy of performance ratings and 
has begun to focus more of social and motivational aspects of appraisal”. An essential and 
proven attribute of an effective performance appraisal system is the ‘participatory 
performance appraisal’ (Roberts, 2003). Kuvaas (2006) research on performance appraisal 
system supports participatory performance appraisal by stating “employees who are 
satisfied with how performance appraisal is conducted are more committed and have lower 
turnover intentions, not that the mere existence of some type of performance appraisal is 
positively related to employee attitudes and behavioural intentions.” The one of the major 
outcomes of effective performance appraisal is getting the balance right between assessing 
performance and assisting personal development (Elliott, 2015). It is a kind of direct 
feedback to employees by their superior. In support of this in the field of academics Yariv’s 
(2009) research on impact of performance appraisal on mutual emotions of superior and 
subordinate in the context of education field says “the principal's undelivered direct 
feedback does not reach the teacher, who mistakenly believes that if nothing is said 
everything is all right, and therefore maintains his or her high self-esteem and poor 
performance”. 

One of the first steps in developing an effective performance evaluation system is to 
determine the organization’s objectives (Boice & Kleiner, 1997). All appraisal initiatives are 
adopted in good faith but come across as misguided and demeaning, constrained by political 
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agendas and extant discourse (Elliott, 2015). A reason for this is that appraisal systems 
became too interested in measurement issues and not interested enough in ways to improve 
performance, although some recent trends in the area have begun moving the field in the 
right direction (DeNisi & Pritchard, 2006). Hence care to be taken while developing the 
performance appraisal system to allow the employee to know “up front” the standards by 
which his/her performance will be evaluated (Boice & Kleiner, 1997). Effective performance 
management of professionals in knowledge based organisations has particular significance 
(Simmons, 2002) 

The above review of literature explains that there is a need to study efficiency of 
performance appraisal system for celebrating the effectiveness of the system. 

Objectives: 

1. Perception of faculty on effectiveness of performance appraisal system in an 
organization 

2. Perception of faculty on efficiency of existing performance appraisal system in 
measuring the performance 

3. To examine Designation based perception difference among faculty on efficiency of 
performance appraisal system 

4. To examine Age based perception difference among faculty on efficiency of 
performance appraisal system 

5. Relationship between Experience and perception on efficiency of performance 
appraisal system 

RESEARCH METHODOLOGY 

The empirical study is conducted, in the framework of descriptive and causal study. 
An attempt is made to measure and examine the above mentioned constructs. A survey is 
conducted for the collection of data with the help of management students by the means of a 
structured questionnaire. The population to study is the teaching staff of Sri Chaitanya 
Educational Institutions, Karimnagar in Telangana state, India. Sample size of 98 is 
randomly selected for the research out of the population size of teaching staff 385. Scale 
Development was based on the available literature and for the need of the management 
team, it is customized. Respondents (academicians) were asked to indicate the level of 
agreement on each of the 16 aspects of performance appraisal system’s efficiency and 
effectiveness. The scale ranged from 1 to 5 representing: 1 = “Highly disagreed”: 2 = 
“Disagreed”: 3 = “Somewhat agreed” : 4 = “agreed” : 5 = “Highly agreed”. The questionnaire 
consisted of 20 items. The Questions in the questionnaire are categorised into three 
categories namely in demographic data (gender, age, designation, and number of years of 
experience), efficiency attributes, and effectiveness attributes. The efficiency measuring 
attributes of performance appraisal system covers appraisal facets such as, good system, 
applicability to this organisation, gaps in the system, defining of attributes, implementation 
process, and frequency of appraising. Improving knowledge and skill effectiveness 
attributes. The collected data was analyzed with the help of computer program statistical 
package for social sciences (SPSS) version 16. 
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ANALYSIS AND DISCUSSION 

3.1 Perception of Academicians on Effectiveness of Performance Appraisal in 
General 

The reliability of the instrument to measure the effectiveness of appraisal system is 
0.573, which is less than usually accepted minimum value 0.7. There is a need of better 
scale to measure the effectiveness. However, the concept of latent construct like perception 
is more qualitative based. Thus the effectiveness of performance appraisal in the 
perception of faculty is explained by interpreting the perception of agreement level of 
faculty on each attribute using simple percentages as mentioned in following graphs. 

Figure - 1: Effect on Motivation 



Figure - 2: Effect on Improving Knowledge & Skill 



Figure - 3: Improves Efficiency of Faculty Members 



Improves efficience of faculty 


Volume 03, Issue 04, Version I, Oct - Dec’ 2016 


58 













































Kalyani etal., (2016) 


Figure - 4: Impact on Superior and Subordinate Relationship 



Impact on relationship 


Mean =4.07 
Std. Dev. =.777 
N =98 


Figure - 5: Guidance and Growth 



Figure 1 - Learning & Improving 



Interpretation of above charts: 

• Graph -1 shows that majority percentage of workforce agree that performance 
appraisal have the effect on Motivation at work place with mean score of 3.84 

• Graph-2 explains that majority percentage of workforce agree that performance 
appraisal have effect on improving their knowledge & Skill with mean score of 4.23 

• Graph-3 shows that majority percentage of workforce agree that performance 
appraisal will improve efficiency of faculty with mean score of 4.13 

• Graph-4 explains that majority percentage of workforce agree that performance 
appraisal will have effect on Superior and Subordinate relationship with mean score 
of 4.07 
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• Graph-5 shows that majority percentage of workforce agree that performance 
appraisal can help faculty in getting better guidance from superior authorities and 
helps in their career growth with means score 3.89 

• Graph-6 shows that majority percentage of workforce agree that performance 
appraisal can help faculty in getting better guidance from superior authorities and 
helps in learning and improving the career with mean score 3.84 

Thus overall, majority percentage of workforce has a positive perception on having a 
performance appraisal system in an organisation. They are in agreement with the 
statements that performance appraisal will have significant contribution in improving 
employee’s knowledge and skills which in turn helps in improving their efficiency and 
career development. At the same time they agree that it helps in improving the senior and 
subordinate relationship in the organisation system thus creates a health atmosphere in the 
workplace. Hence it can be said that performance appraisal is an effective mechanism 
which and contribute for overall development of employees and organisation. 

3.2 Perception of Academicians on Efficiency of Current Performance Appraisal 
in Measuring the Performance 

The instrument is submitted to reliability analysis via Cronbach’s alpha, to check 
the reliability. Reliability is concerned with the ability of an instrument to measure 
consistently (Tavakol & Dennick, 2011). The reliability of the instrument is 0.789. 
Coefficients of reliability above 0.7 are generally acceptable (Nunnally, 1978). Thus no item 
is deleted in the instrument that is meant to measure over all job satisfaction of employees. 
Using descriptive tools mean of each attribute of efficiency of currently followed 
performance appraisal system and overall perception of academicians is presented in table 
1 . 


Table 1 


Item Statistics 

Items 

Mean 

Existing performance appraisal system is good 

3.7245 

Current performance appraisal system is applicable to this institution 

3.9184 

There are no gaps in the performance appraisal system 

3.2653 

Performance appraisal system covers all required parameters to 
measure the performance 

3.7347 

All parameters are well defined 

3.7040 

The implementation process of current system is going in a right path 

3.8367 

Current performance appraisal system is easy to understand and 
follow 

3.8061 

Performance appraisal is conducted regularly 

3.8775 

Overall efficiency of current performance appraisal system 

3.7334 


The agreement level of faculty members ranges from 3.7040 to 3.9184 on efficiency 
attributes. This shows that though they are not disagreeing with the current system of 
performance appraisal’s efficiency in measuring the performance, they are not strongly 
agreeing with the current system. 
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Overall agreement level of the faculty on efficiency of currently using performance 
appraisal mechanism in the institution is 3.7334 which can be interpreted that faculty are 
not strongly agreeing that available appraisal system in the institute is efficient to measure 
the performance. On this account to test the possibility of significance difference in 
perception among faculty based on the designation they hold, their age and number of years 
of professional experience they have, One-way ANOVA is applied. Designation categories 
present in the institution are Professor, Associate Professor, Assistant Professor, Junior 
assistant and Lab technicians. Length of experience of faculty members is categories in to 
five categories they are faculty whose experience range from Zero to Five (0-5) years, from 
Five to Ten (5-10) years, from Ten to Fifteen (10-15) years, from Fifteen to Twenty years 
(15-20) years and 20years & above. Faculties are categorized based on age in four 
categories, they are 25-30, 30-35, 35-40, 40-45, and 45 & above 

3.3 Null Hypothesis: 

• Hoi: There is no significance difference in perception on efficiency of performance 
appraisal between faculties based on their designations 

• Ho2: There is no significance difference in perception on efficiency of performance 
appraisal between faculties based on length of experience 

• Ho3: There is no significance difference in perception on efficiency of performance 
appraisal between faculties based on age group they belong to. 

3.4 Hypothesis Testing 

The one-way analysis of variance (ANOVA) is used to determine whether there are 
any statistically significant differences between the means of two or more independent 
(unrelated) groups. In this study dependent variable is overall perception on efficiency of 
performance appraisal system and independent variables are Designation (5 sub¬ 
categories), Experience (5 sub-categories), Age (5 sub-categories). The results of One-way 
ANOVA are presented at the significance level of 0.05 in table-2. 

Table - 2: One-Way ANOVA Results 


Category 

Between/Within 

Groups 

Degree of 
freedom 

F 

Significance 

Designation 

Between Groups 

4 

1.208025 

0.313 

Within Groups 

93 



Experience 

Between Groups 

4 

1.9330127 

0.111 

Within Groups 

93 



Age 

Between Groups 

4 

1.684866 

0.16 

Within Groups 

93 




Based on the above table following interpretations can be drawn: 

• There is no significance difference in the perception on efficiency of performance 
appraisal system among different designation group faculty, F (4, 93) = 1.208, 
p(0.313) > 0.05. Thus the test is failed to reject the null hypothesis, Hoi. 
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• There is no significance difference in the perception on efficiency of performance 
appraisal system among different experience group faculty, F (4, 93) = 1.933, 
p(O.lll) > 0.05. Thus the test is failed to reject the null hypothesis, Ho2 

• There is no significance difference in the perception on efficiency of performance 
appraisal system among different experience group faculty, F (4, 93) = 1.685, 
p(0.160) > 0.05. Thus the test is failed to reject the null hypothesis, Ho2 

This clearly exhibits that every faculty member irrespective of designation, experience 
and age difference agrees that there is a need of improving the performance appraisal 
system currently following in the institution. 

3.5 Recommendations to the Management Team 

• There is a need to reconstruct the performance appraisal mechanism to make it more 
efficient in measuring the performance of academicians 

• There is a scope for broadening and constructing the appraisal system that covers 
more variables helps in measuring the performance accurately 

• The performance appraisal system can be tailored based on the category of staff 
whose appraisal has to me initiated 

• It is appreciable if the institute continue its participative performance appraisal 
system in future also. 

• As majority agree that there is an impact of performance appraisal system on 
motivation level, workforce efficiency, improvement of knowledge and skill, 
relationship between superior and subordinate, management should be much 
sensitive while performing the appraisal and conveying it to faculty 

• Management team can take performance appraisal scores as base for administrative 
decisions regarding faculty postings, reward and termination etc 

• Management can help the faculty by being transparent and guiding them how can 
they improve their performance for next academic year. 

CONCLUSION OF OBSERVATION 

The research says that in Sree Chaitanya Educational Institutions there is a need to 
refine the performance appraisal system that is followed in the organization to measure the 
performance of its teaching staff as per the respondents’ (faculty members) perception. The 
majority of them agree that an efficient performance appraisal system can improve 
individual efficiency and organization can become more effective in its working. As the 
scales used to measure efficiency and effectiveness constructs are self-developed, there may 
raise the question of validity. Thus for future research there is a scope to develop a 
validated and reliable scales to measure these to constructs. The geographical scope of this 
research is limited to one educational institution. It can be done in future at higher level 
coving both private and public sector institutions. Research can be conducted cover other 
Demographic data of employees and organization as well. 
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